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—. . In FY 1979, the Baployment and Training Adwinistration spent close -
» / to $k0 millidh on lador market information, the Bureau of Labor Statistics,

vreral million dollars more, and the Nati Occupgtional Information >

S Coordinating Committee (NOICC), jointly funded by DOL and HEW, ,supported
% wnother $10 million of activities. Under CETA, approximately-$10 million
: vent to state-wide programs of labor market informatton including gareer
e counseling and information. Millions more are spent annually at the local
level on the provision of career guidance, counseling and informat¥on
& . services under CETA programs: Career inTormation and related activities
Y - are suthorized throughout CETA and complementary education legislation . -.
+ .% . such as the Career Education Incentive Act, the Vocational Education Agt .
and the Elementary and Secondary Education Act. The dollars associated)
with these laws have created a metwork of community and school based '
career information delivery systems. . ’ : -

+

ey of CETA-LEA agreements under the Youth Employment
_ (YETP), conducted during the winfer of 1978-79 found
that counseling(and the p;md.s:lon of labor market information were -among
the transition ces offéxed in at least 80% of all programs. The
survey found that e served, 1li and 15 year old youths—were.offered
primarily counseling services. = .
. e
Numerous information systems, guidance and counseling programs and
materials have been developed and marketed by the Federal g&vqrnment and -
a xyriad of private commercial enterprises. & of the most significant
of such system investments has been the ETA Rational Career Inf
tion System program which is part of NOICC's overall Occupational Imforma-
. tien Systes and soon vill be exténded to additional states under NOICC's',
leadership. - s : Coo :

Research in this area is sparse although there i4 some evidence that
those with more knowledge about the world of work ‘do better in labor
market terms, at least in the ghort run.. In addition, even thqugh coﬁmon
sense would dictate that individuals can make bgtter decisions with
increased knowledge, there is no corfdqnsus among experts to whether b
youth use formal sources.of information in making decisi¢ns regarding \
employmiint, training and education and if they do, what ng of .information
they wvant snd can use. Under the auspices of NOICC we are\trying .to get
.ansvers to some @f these questions. One study using control and\experimental
~ groups is unde to test the t of a comprehensive (career in;or’inh:lon
and " world of k orientation pro on high school youth. The impact of

linﬁ.lu' programs, providing.,a b er.range of transition services is
also beftg evaluated in s;pfﬁate genonstrattfonyprojectss .
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+  Mopt importamtly, the,National Institute of Education, again under .
the auspices of NOICC has ‘commissioned a natiomal" ey of how.and what - i
kinds of career informbion, youth are getting wit the publdc secondary .
school system. The. svarioys methods of transmitting such infomation will
be categorized into distinquishable career ipformation delivery systems
vhich will then be a.ssegsed on a compuativg basis as to their utiliza-

- tion, cost, attractivess, and a'pility to eliver vnri'ous types of
information.

.

Despite the ma,jor a ccmitmeqt in this field ‘and the .numérous .
progrm authorities under which programs opera.te, counse1 8, teachers
\ and others working directly with ‘youth. generally are. liar with what
\ ca.re/er ingornation sources are ava.ilable. They do not know how to effec-
" tively use the information that is available nor do they. understand - >
other limitations of these informa.tion sources or the errtial benefits
}  individual icipq.nts may experience by systemnatic ﬁ;ésure to the
infomtion ) , . ‘ N
‘ . ; ‘ . " R
!
¢ CETA' part\Icipants and all youthpake«'hecisions continuilly that will Y
a.fffect their future lives. Their entry into‘ employment', ‘the choices they :
fat}e rega.rding ‘education and training, and their need to learn more about
themselves, do not stop vhile researchers decide on the best way ‘to.

; facilitate these processes:  Just as youth ‘don't operate wigh perfe.ct ' .
_a . knowledge in making career decisions, program operators and poliqs ma.kerS'
‘ are forced to respond to programmatie needs on a dail ig and t
decisions based onm: best Judgments and the limitations of resouroés a.vail- -
able. ~ - b <

The purpose of this technical assistance guide is te provide you

with a sengecof vpt we do- knov about career decisionmaking and the

delivery of career fomation within the context of employment and training

programs as well to raise issueg and considerations that should be.

. . 'addressed by program pl&mers and Yoperators in implementing such programs
» withinvtheir compunities. . It is not a definitive document but rather an - .
entry exposure to mapy of the considerations in” selecting and utilizing .
) career information, particularly fOr youth. ’ )
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-% | ' SYSTEMS' OF CARRER/OCCUPATIOMAL- INFORMATTON .
. GUIDELINES AND COMSIDERATIONS POR CEYA PRIME SPONSORS o .
. ‘ INTRODUCTION S .=
. The function of CETA is to provide W e to economically disadvan- )

" taged, unemployed and underemployed people ‘in order that.they may obtain

. 4md hold jobs. -If CETA is 'to be-effective longteram in meeting these -
goals, CETA eligibles must receive trainfng and work experience in an .
.organized and systemstic manner consistemt with their interests, iences

. - and goals. If CETA eligibles are placed in piograms willy-nilly or Ina = .

- haphazsrd fashion they are denied a buﬁc fundamental American right——the

- right to choose their occupation. ' ly, for many CETA eligibles, cir- .

cumstances militate against their exercise of opp freedom in ¢hoosing an
occupation. CETA program resourdss are limited/apd many of the eligibles
have personal limitations which restrict the a of .occupations from which =
they can choose. Nevertheless, they have the right fo choose from among the
alternatives available. To maximize career choice, CETA participants, like
all people, ‘need some basic understanding sbout themselves relative to ;:
world of work, knowledge.bf alternatives available, and the abu’it‘y to dex:
among al ernatives. c R

®-
N

S ing people with dssistance in nkin;\:;'rm choices is a compl
task. A key element i.n\pro\d.ding ‘good assistamnce 18 good career informat
- Individuals me decisions regarding employment and training opportunit
must have basic 3 rket information. . Pebple cannot effectively choose .. °f
‘what they do not know. ' Good career information systems can provide CETA ~ ™~
. participants with the vital information necessary to exercise théir right S
o to choose. ‘ D YA Co o : : ‘." S SRS
S . T > - ) : >
Career informatifn, particularly if made available thropgh a career
information systeam, be used iy CETA participante«directly or it can be
~ used by CETA staff chnrﬁqq with a'ssisting participants. When the information
" ’is made available through a career informatiod system, participants can either
"7 use the information, to explore cageer -or training alternatives or to ga

‘specific information needed to make a careex decision. Staff can use a career
informatigu system to assist individuals wi.:ﬁtgcuhr n?% can use
4t vq help those With, inappropriate choices explore other alterhatives, those
- with tive ces gldcide, and those undecided to ore and choose. A. .
eareer information system can also be used in assisting c\ients select appro-
3 . - ‘

.priate training experiences. ‘

' *‘Career ﬁ'fomt:l.on, particularly a career 4nformation systen, cap th‘ho/

’ ‘benefit CETA operati in several ways: (a) it can max e client choide; .
within the confines the CETA operation; (b) it can improve tbgnatching £

' clients, to servide offerings Chusdassuring better use of scarce fesources;
(c) it can teduce the time needed by ‘staff to provide gffective career coun- .

o eling by providiag them with Aest—{hstant accesg to vital information; and .
4 (1!) data {n the system can be uged conjunctjml}’f;i other information to /

;d’ . ' v ‘ ’
o '4". ‘l | ' _.‘-4 .* . . . . .
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1nprove crucial management functions., While progran l:lnitetions may not
‘allow optimum training and placement choice among all the occupations possible

for any individual client, the CETA participants possessing information on

job opp:z:nu:ities, requirenmte and benefits are more likely to perceive - (
the rel e of training and work uperiences,offered than they would if they .
did not have the information. - .

..
1]

Authorities o oo ,; Voo

Several CBTAttitles authorize ﬁnfing £or- Career: Information or Career
Information Syetems Title I, administrative p!ovia:lnns of CETA, calls for -~
# Governor's coordination and special services plan (seéction 105), which
includes directives to .provide Career :information [(6), (7), (8), (11), and
(12)]. These include the development and implemertation of cateer informa-
tion activities for use by and with disadvantaged individuals served by
‘CETA including youth, in-school clients, the handicapped who are receiving’
rehabilitation services, and others who use the services of ‘prime sponsors
and state employment security agencies. Also, the general CETA authority and
planning requirements for prime sponsors (section 103), :I.nciude such services A
as job search assistance,f counseling and other services. These services may
include career infomation and career informiation systems.’

Title II, Part B, Sec. 211 (1) includes reference to the provision of job
sdakch assistance including orientation, counseling, and referral to appropriate
employment and training services. Title III, Part B, Sec. 315 refers to the
National Occupational Information Coordinating Committee and its responsibility“
for (3) "aesiBCing and encourag:l.ng the development of state occupational informa-
tion systems, accessible to'local’ schoo.;e, including pilot programs Jin the use
of computers to facilitate-such accequ.. . 4

The goals of Title 1V Youth DO R Subpaft 3™Youth Employment and »
Training programs) are even more exp cit. 431 reads: ° ) .

-

o It 1is :zVe purpose of th sub rt-qf estab ghed programs -~
designell to make a- signifi ong~term ct on the N :
)structural unemgloyment praplems of youth, supplanentary
sto but_pot-replacing progr and activities available
"\ 1" under \Tj.Fe II of this Act) 'to enhance the job proe ts..

and care opport:uth:ieeo f young persons, includ em—
ploymént} community service opportunities, and s ch
training and ‘supportive services as are-necessary to emable
participants to secure suitable and .appropriate unsubsidized
employment in the public and private sectors of the economy. o«
- To the maximum extent feasible, training and emplo
‘ opportunities afforded under this subpart shall be Inter-
S related and mutuall]y‘/_,einforcing so as to achieve the
\

goal of enhancing t ob prospects and career opportu-

\/ ' )’ties of youths served .under this sal:part. '
than

Section 432 (a) states: "The’ Ser,étary is authdrized to provide £
“cial assistance to enable eligible applicants to provide employment Opportu-
nities and appropriate training and supportive.seyrvieee for eligible partici-
pants, including--(3) appropriate training and services to support the purpose
of this -ubp.‘:t tncluding—- <
. -«

| g8 . -
- P - .
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N fc)nctivitiecprmoting education to work'transition;

s - (D) .develomment of information concerning the labor market, &nd
. : - - provision of occupational, educationa.l and training informa-
\‘ . tion, . VoA

(E) services to youth to help them obtain and retain employment,

" (H) . job sempling, including vocationa.l exploration in the public
a.nd private sector;
' o .’ ® v
ed central intake and information services for
< . [
Job development, direct placement, and placement assistance -
: ) ~ + to secure unsubsidized employment opportunities for youth
N - .to the maximm extent feasible., and referral to employability *

~ developnent programs. . .

) (0) programs to overcome. sex-lstereotyping in Job deVelopment and -
L ‘ placement. ] .
N R '+ \\
3 ~ *
" B and D refer specifically to occupational and, related career informati
_A; C, H, M and O relate tly to means of enhancing the effecti\venes of

ma.tion4 syatena are not only allowable but advisable aunder "the Youth Progr

» priorities. - Moreover,.unlike*other CETA programs, Youth Employment and D

Programs permit a portion of the funds to be spent for those who are not
Mcally disa.dva.ntaged. ‘ . i

Purpose of these Guidelines

" ° " These °gu:ldelines have been developed for use by Prime Sponsors, State
Manpower Service Councils and others interested in career planning informa-
.tion. These guidelines present basic background considerations on career
information and career information systems. Criteria for evaluating career
information and the systems which deliver/the information are provi A
careful reading of this document should assist - interested sgencies selecting
godd career information and inforllmon‘systems : .

Career Infomtion a.nd C'a.reer Information Systems . 5 -

There are significant differences between career information and career .
inforn:tion systems. Career information is any inférmation,related to occu-
+ pations or careets. It can be found in any variety of medil ranging from
‘pamphlets through audiovisual materials. On the other hand, a career infor-
pation system consists of more than ap amalgam of  diverse information on the

’ . : B .~
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- world oz work. A sya::ﬁ consists of ‘ceordinated and interrelated parts. The

’

N . i

}

4

best of such systems have at least three components:’ (a) an«informafion com-
ponent; (b) 8 delivery component; anll (c) a. user service componént. 1 good
system is built on good information--accurate; comprehensive and specific

to the locale. A good system deiivers. the information in a manner that
encourages use by individuals.’ It also provides information to a wide variety
of users. And, a good system provides training for those who will use it in .
order that its use becomes integrated into the overall-mission of the organi—
zation. . . . > .

1

e N L . o
A cdreer information system should relate education, training, and other
career information to information about specific occupations. It is. concep
tually different from "a job system" which is desigmed to match prospedtivexj\
applicants to specific - job openings.

While ‘these traditional distinctions between job, ocnupation and career
will be kept throughout this document, it is important to be aware that
frequently the terms are used elsewhere interchangeably,” Therefore, it is
important to look at system content to determine its Xocus. A very ortan
illustyation of this point pertains to the development 6f the Natio
Occupational Information Coordinating Committee (NOICC) and the State Oc(;ﬁi-
tional Information Coordinating Committees (SOICC's) authorized under CETA
and Vocational Educationlegislation. The concept evolving jout of NOICC-SOICC
is a broad-base Occupational Information System (OIS) in pach state.which
{nclud careek\and specific occupatjonal as well as job info ion for the

entire spectrum-of users, such as direct participants in the labor market,
labor market intermediaries such as counselors, placement perso s teachers,
etc., and planners or program administrators.
> g )
o ' ' THE IMPORTANCE OF CAREER CHOICE
N

There are a number of reasons why cdreer choices are crucial and why
good career information is essential to these choices. .This is particularly
true for young people. Their early choices frequently determine their life
career patterns. .7 . -

w . .

Career choices are ‘important on both a personal and a societal level.
On a personal level career choices impact on a person's entire life. They
impact on where and how a person lives, what that person's non~job pursuits
and leisure activities are, and how he or she is perceived by others. More
importantly, car¢er decisions influence self-perceptions, attitudes,
values and beliefs. Specific choiceg also have an impact on employment -
status. The person who chooses an occupation where gmployment 1is known
to sistent and stable 1ncreasestthe probability of having work when
oth 0 not. - Octupational choice may also impact on success or failure.
S:I.ng:ple differ in their capabilities, those selecting occupations which
maximize utilization of strengths will probably experience a greater degree
of success than those who select occupations which make heavy demands upon
personal weaknesses. For young people the choice often times is difficult
since they do not ‘have #xperiences to draw upon which help identify’their

- strengths and weaknesses. Occupational choices also frequently determine
' whether or nor people will enjoy their work. There are many who helieve that

19
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o an occ ‘fon must provide for particular personal and emotional.needs. If - e
this not in f occur,’ frequently pdhappiness or discontent msy result. l .

On'a societal el the hggregate choices ple make determine where A
nanpower shortages and surpluaes occur. " too y people prepare for - A
,. hynian resources are wastéd. ‘Con-

] tion .where there are labor shortages,
- some basic societal needs may not be f filled Preparation for an occupation
is -expensive and, for ‘the most part, publicall inanced. .

: In many instances CETA applicadis are those: who hsz:”made inappropriate L

. choices. Frequently they are or were unaware of opportGnities that either Coes
' exist or existed ‘at the time when they made choic In a work oriented‘*d/
culture such as our own, the failure to "make it"ein the uorld‘of .work _
? usually has a profound impact on all. aspects of that person 8 life including

their perception of self—worth. . Lo

* ' , CAREER CHOICE & CAREER INFORMAIION 3
'4 ¢ v e v,
Career'choicesggre not one-time events. People make choices mot a choice.
Career development integrally related to total 1life development. This is
true regarﬁless of theoreticzi oxientation. _Pedple may believe that their
career is the means of enacting their self concept or that a career is selected

1

I d

, to meet felt or unfelt needs. T,

. —~

: ’ Effcctive career choices involve knowledgegayout self knowledge about
( the world of work aﬁd skiIls in decisionrmaking. .
) Ideally, for effective career “Choice a person should know s’ ~‘ s e
! " (a) what s/he wants out of 1life; ‘ ' /
- - (b) what s/he wants out of an occupation; and
- " (c) what s/he has to offer (or is willing to acquire) - .for what
o _s/he wants., e v
For optimim effectiveness a person also should know: \

L
(a) what occupations are available to fulfill what is wsntéd' Va
(b) what these occupations require; dnd._

(¢c) what hese,occupations offer. - -
" This knowledge of self and the wo t;ld of work must be coupled with sound deci- ' .‘ -
sion-making skills which enable the weighing of pros and cons and for N .

N X compronise. In addition to -the above, there is need to know how t
. the’ choices made; that is, how to eff ctively locate job opportunit es and
how to get a job once located.-

thensive information is required to enact the process described above. .
The amount of good information the delision-maker has must thus effect the [}
quality of the decision to be made. However, with or without good ipformation - -
people make choices. Research indicates that good information can ephance
the“choile process, and can lead,to greater satisfaction with the career
fchoicos mades Hovever, people cannot chopse what they do not know. - >
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- ,career patterns of youth, particularly those in the special populations, will :
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. * "Obvidusly,. good. igformatief by itself is not enough. It must be coupled

with’ knowledge and accéptance of “pers tréngtis and limitations as yell .
. a8 clear thinking about the relative merifs-and significance of.the fadks. - B
Knowledge of career infprmation camnnot be effectively applied without _ . .

corresponding knowledge about self. .Equally obvious, knowledge of ‘self can ‘
only be. effectively applied to career-choice “when something about career -

in ation is knowm.” - _ . - - _ . S :
" . Career -information .is ‘particularly crucial for young people. , Young. NG
eople have need of some qareer information for both ‘exploraforyfand - . !
decision=-making purposes. Those youth remaining in school need inforﬁatioq'V .

to effec;ively-iflect both careers and training-in‘preparation for those: '

careers. . Poténtial dropouts need information to assist them in becoming aware P

of the alterngtives that remain open to them. Minority and disadvantaged .youth

in areas of high unemployment need" career, information' to -begome ‘awdré of oLt
. muitiple opportunities elsewhere. The handicapped need information to become 7.~
"qyaggibf.therfullirange'of OppOrtu%’piesBOpen_tO'theme . ' (2 -

N\

| Making career }nforma;}en availahlé to yputh Eﬁrongh a'var{ety of brgbq;-
zations at a yardety of locales may.have a positive hpact in their overall -
career developmerit. Without this information it is-not likely that -the

i

differ significantly from.those of the role models in their locale. ' L e
' * This guide does not purport or imply that good careef information alone.

will glarantee healthy career development or effective career decisiod-making. °

Néither .does it _purport that a geod information system can substitut® for ‘

effective career counseling or guidance,. Most -pedple. need professional assis- L

tance "in both learning to better understand themselves and learming effective , «

decision-making -skills. These are vital to sound career decision-making. '

These are the crucial dimensions counselors; and not machines, can provide. . : -

Ggod ' dareer guidance and cougseling, like good career decision-making,
requires good tareer informatiow. The néhest“Di:E;zﬁiry of Qccupational

" Titles lists 26,000 separate titles. Regardless of the number of occupations .
,- counselors explore with their clients, adequate personal knowledge of /(9n v
" all the vital details of these occupations is beyond .any one counselor's’personal _
.>~8rasp. Consequently, if adequate career caunseling is to be provided, career . :

in{ormation systems are

eded to augment the counselor's services. X

ve

» v -
.CAREER/OCCUPATIONAL INFORH&;;ON Fﬁ%PLE NEED

-
12 . N

¥ -
b} . - - »
. 'People havé-different rieéds for occupational and career informatiom. Some
people need much information, some people track into a career goal very early, -4
others have no idea what they are capable*of doing nor how to go about exploring
possibilities. The person not kn - what is wanted out of life needs different

.’

- information than the person .who doesl Just as obviously, people have different

needs for assistance in intérnalizing the idformation they receive.  Neverthe-
less, mény people have common information needs: ’
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e m indicates’ that few peopla lire gware of the ostduivo ‘ranges of occd‘-
b ntuu opsd to them. likewise, fev know where to obtain good informstion or ' -.
. how to appraise ‘u:lfgmcyldmﬂ: hn;mnmmooftbmlutudq

of factors which be considered in making an occupitional choice. And,

few are knovledgeable about good job-seskipg and getting skills. .

This general lack of knowledge sbout vitalW occupational information is

true for the pofilation th —the disadvantaged as well as those people

not coming from backgrounds, or suffering from unemployment.

This is especially true of all youth -mc. they have had little opportunity to

gain experience from the world of work. The CETA nppumt population is generally

economically disadvantaged, and suffers from unesploypent or underemployment, or

_ are youth sbout to enter the labor msrket. Thus, it is highly unlikely that

2y many a&?umu. young or old, possess sven the limited knowledge of the

’ L3 world held by their more advantaged non-CETA counterparts. For
adults, this lack of knowledge about alternatives,» openings and employability
skills probably is an importsat factor in their failur. to, obtain adequate
qlq-nt. For youth, this lack of knowledge may, pr-vcnt them from achieving
vhat they otherwise might.

The needs and benefits of information for youth and adults has been well
documented. For exémple, Parnes has found that the extent of a person's information
about the world of work is positively linked to measures of success in the labor
force.” Moreover, a recent school dropout study in Wisconsin reveals that a
msjority of the dropouts said they left school because they could see no relsation-
ship between school and future work. While career information cannot in itself
make up for deficiencies in school programming, it can realistically coavey
world of wofk information both to young people and to school plamners and teachers
s0 that they can better relate SdUvetion to k. Consequently, career information
can benefit etudents directly and individ well as indirectly. With adults,
career information can assist them in becoming re of alternatives that they
might not othervise see.

While youth and adults have information needs in Co-:n, their need&gmarany
differ as well. Beginning during their early teens, young people are in need of
general information rmrding occupations for the purpose of exploring alternatives.
This information should describe the occupations, show interrelationships among
occupstions, and detail the training prerequisites for entry. This exploration

period should encompass several years. Once young people have completed the ex-
ploratory stage and are at the point of making a definitive choice, their infor-

sation needs parallel those of adults. At these times, they, like adults, need
specific informstion on all facets of the occupations.

. Good career informatiom, p.rticuhrly good career information systeno, ‘ean
meét the diverse and common needs of both youth and adults. However, to dp so,
the following kinds and types of information must, be provided:

— - ) F
l’?nrn-, H.S. and Kohen, A.E. Career Thresholds: A Longitudinal Study of
the Educationsl gnd Labor Market Experiences of Young Men, 1-6, R & D Monograph

16, U.S. Department of Labor, Employment and Training Administration, 1977.
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2. Requirements of the Occupation

. 'y
.. Adnctpduo!mm“ulh(mo!th-vqu)

A dnerl.ptin ot -pocm tooh. ogupnlnt or instru-~
-uuulnﬂnjob. ’

fmumuum ‘other occupations that have similar
- 8kill or kanpwledge requirements (skill trm!oubmty)
Information on :chud.muu or job families.

omum for mtion or career advancemsent (career
oz lattices). Information on hiring channels
(how the job or occupation can be obtained).

Working condit (e.g., indoors or outdoots, work
wesk and schedules, working conditions such as
stress, physical settings, safety, qfc). Information
on the work mrannt that is related to the occupa-
tion (e.g., of supervision or people in the work
situation, organization structurs, etec.).

b.

C.

Personal requirements: !htcmt., aptitudes, thiu.
and physical qualities that can be related to character-
istics of the occupation (e.g., requirements for lifting,
working with detail, ability to see results of work, etc.).’

Preparation requirements: ;g-,,

1) general education

2) school subjects or courses of study

3) special training or education -
4) work experience

Other requirements: . ) .
1) licensing or certification information % -
2) information om associations or unions

3) informstion on examinations that may be required

4) information on special requirements such as citi-
senship, language, etc.

3. ERconomic Information About the Occupation

~

/‘.

The number of workers in the occupation and related data--
industry employment, geographic distribution,®elf-employ-
|sent, etc.

Descriptive outlook information, including projections of
demand, supply, relationship between supply and demand,

and factors that affect outlook (techmological, economic,
or demographic). Information on major sources of° supply

-{e.g., spprenticeships, on-the-job training, or specific

kinds of training). Opportunities for certain groups
(a.g., special hiring progrsms for minorities, training

program gradustes, etc.). |
; . ‘ B



N - e. Information om costh to workers (wp
o . and equfpment, etc.). A
L ;laht.d tion About the
. ,8‘ &,9. Jaformation on mm and tm l.ocat:l.ou
N Cr . Information on zmm aid -”muuncc.
| c. In!or-tion on c'onducting a jﬁ search.

. d. 1!1: t.o the of special popula-
tinnl (d , minorities and—

L | /’

. " INFORMATION: & FORMATS ¢

Caresr information is extensiv available todq in a variety of typu
and formats.. The formats range fro- be printed page to audiovisual -tcrulc
such as ‘video cassettes) films, filsistrips, records and audiotapes. The
Mational Vocational Guidance Assocfation has developed a system f8r classi-

} fying the various types of oc ional inférmation. These include: (1)

Career Piction; (2) Biography; (S) Single Job I tion; (4) Job Family
Information; (3) Jobs im Specific Business, Ind , or Services; (6)
Recruitment Literature; (7) Orieatation-—World k; (8) Special Groups;

(9) Bibliagraphy; (10) Directory; (11) Fimanc Kssistance; and .(12) Other
Types. Bach of these typées is briefly destribed below.

Career Fiction. An occupational ducrip'tion portrayed through charac-
ters in a-short story or novel.

.

.' Biography. Career information pteuntod via biographical materials
consists of the real life account of a persou as he or she prepares for
and advances t\n a apecific career.

R :

~ ; A
® . Single Job %ot-tion. Consists of informstion covering a single
occupation. ly it consists of an occupational "brief" of several .
peges which 1§ ptesented for exploratory purposes.

Job sz Information. GConsists of information on a field of work
consisting of numerous related occupations such as "classroom science," etc.

Jobs i3 s Specific Business, Industry or Services. This consists of
information on the occupations represented in a specific industry, business
or service. R

. . i

Recruitaent Literature. This consists of information designed to

recruit or attract people to a particular field or career. .

ticn—World of Work. This consists of information developed
to assist people in making occupstional choices.

-~y




Specidl Groups. This consists of informationspecially designed £8r r
muu groups such as the hnd:l.cqwod, duadvanugod br yomen. "\ :
lgn__og.ghiu. Cons:l.lt of littingl of books and materials dulin<

"with caresr uul ocgupational :l.nfomtion

tory. Consist of lists of mntitutionl offering (cation ands
training for occupatiou or cCareers. ) :

b

Financial Assistance. These consist of sources of infogmation ¢
, the provisions of fynchl assistance for career or occupational train
_or education. ‘ ' .

es of Publmzim Th mclnden other diverse occupational .
and career Momtim inel such things as posters, reports,

chn'tﬁ> etc. 1 4

. (]
The great bulk of occupational information is prqvided in printed form
' regardless of the media in which it is presented. Some printed materials
rovided on -urofih rds, others on ¢ ter cathode ray terminals
or pudiguts but t is presented in flamphlelig or books. l.gardleas.
most of the printed’materials cover the same blgic topics with the same
primary objectives—to describe an ocdcupation or group of o ns. What
differs is the order in which items are presented and the em on parti-
cular topice. Beyond the primary objective of descrgption, obJ€Ctives
differ according to the producer. Some develop matérials Yor profit, others
for public relations and still others to recruit or attract top candidates
to the field. These secondary purposes impact on the emphasis of topics
presented.

In addition to printed uternla. there is an increasing number of \
.« audiovisual sources of occupational infomtion available. These include
**  audio and videotapes, films and filmstrips.’ Like printed materials,. audio-
.visual informstion generally covers the same topics and is produced fot the
same basic purposes. Access to these materials is available through commer-
cial vendors as well as through publicly funded programs of career information.

o There appears to be some evidence that it is important to have materials
' of several types and formats because of the varying interests and ability
levels of young people. For example, audiovisual materials have been demon-
strated to attr; more interest on the part of those young people with poor
reading skills. Sigilarly, the interactive nature of computerized information
systems with their tent and search flexibility appears to stimulate use
particularly during .tBg exploratory process.

Specific listings of a variety of career materials can be obtained from:
(1) State Departments of Educationm, '
(2) Job Service Offices, ’
(3) Vocational Rehabilitation Offices,

(4) National Book and Educational Material Vendors,

(5) Professional Education Associations, both state and national,
(e.g., American Personnel Guidance Auociation - APGA; Ameri-
can Vocational Association - AVA; National Career Education

Association), 3
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N The method of infomuou _storage directly ctfoeu usuc- How materials
‘are stored determines hdw they will be accessed. Materials can be stoged or
€ in a aumber of ways: (s) alphabetically; (b) by subject; (c) by. interest;
(d) by industry; (e) by employer (f£) according to geography; (g) by a code
_or n‘ciul system; or (h) by any combinatioa of the above.

-~

 Rach of the above methodd both strengths and weaknesses. . 'ﬂmrc 15 an -
axiom that the more complicated system, the more likely it will require ,
staff to assist others in its use. Yet ‘simple filing systems present other

problems. PFor example, an alphadatical system {s simple and :iz:ly expgndable,

§

however, it dodés not sllow for the grouping of related occupat . Moreover, '
' an alphabetical system may becomd™Umwieldly once it is expanded and require
numerous subdivisions with occupnu.our
)

_ . * Those deciding on developing their own £ system or adapting one
' of the coded or numerical systeams should r pros and fons of the
» different methods. These can be found ,in any text on thc Inférmation Ser-

vice (see bibliogtlphy) . v

Regardless of what filing, access, and retrieval system or systems
sdapted or purchased, it should at least: (a) be easy to use; (b) be
expandable; (c) be adaptable; and (d) allow for rudy access to related

ﬁcupauou. employers and industries.

As an alternative to developing filing and access procedures, potential
: users should congider the feasibility of purchasing an existing system. Most
systems have a variety of built-in access strategies and offer other advan-
’\)lsu vhich frequently offset higher costs.

-

PROBLEMS & INNOVATIONS IN STORING & USING INFORMATION

With changes occurring in the marketplace at an accelerating pace, an
up~-to-date picture of the world of work is difficult to obtain. The almost
daily advent of new occupations and the elimination of old ones creates
special problems in keeping a traditional 1library of books and pamphlets on
the occupational world curreat. The time required to develop, print and dis-
tribute printed documents often results in: their being outdated before they
are available for widespread use. Moreover, the sheer magnitude of informa-
tion which is pertinent to career exploration an ice has reached such
proportions that normal printing and storage is b less and less
feasible. In addition, printed pamphlets and books must be distributed
widely to be cost feasible. This means that the information these contain
mist be nationsl in scope at a time wvhen much of the most pertinent data -
needed by individuals is speécific to the locale. The Wbove facts coupled -/
with the fact that current generations are becoming less oriented to printed «
media has led to considerable efforts to provide alternative career informa-
tiom delivery systems.

ERIC -
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3V i~ These delivery systems.attempt to solve thﬁ problems cited nﬁovef"by.-

utilizing modern technological innovations. Noyris, Zerangand Hatch'clissify -

' -/ these technological inchbwations into twg jrotpsi (a) Spmputer technology;

-

~

{>.> calpdavices include’ such thifigs-as sound f1
P rd
"been designed to pjbte either systematic

&

‘* refer as " and
includes simdation, to

-

near immediate access to informstion. In addition, computer tec

ues. y The mul techniques include those they
ose they refer tq as "Mechanical Devices." Gaming

, z’l_ayin(, etc. as A means primarily of motivating
people/to copsider théiY. gareer development ynd explore alternatives. Mechani-
trip- series, microfilm cards
readers, snd needle sort systems. Most of the mechanical systems have
loration or decision-making.®

g techniques or mechanical »
commercial\publjshers or

th the state

and” (b) multimedisa tec

Those interested in|previewing either tllxi‘
devices can ususlly obtain sample materials fr
from guidance and career education consultants.
agency. Many state educational sgéncies produc
or other mechanical system for distributiom to

Compu technology pt% the most vialle technologicalfalternative
to librar of books and pamphlets. The c \

unlimited storage of information; (b) multiple access strategies) and (c) s
logy
allows for interactive use by clientele thus making the exploration)process
potentially appealing. Computer memory banks also allow for easy ica-
tion and updating.™ This holds the potential for increasing the accuraky of
information available to users. :

Those agencies which either have or might obtain funding should seriously
consider thp purthase of a mechanized or computerized system. The cost can
be offset by the advantages such systems provide both staff and clientele.
However, sinte systems differ in merit as well as cost, those considering
purchasing or adapting should closely evaluate all components of various
systems.
& : : s
'/ Existing career informaticn systems abound under the auspices of a
ety of agencies both public and private. Commercial vendors have
d a large quantity of career information materials, some of which
organized into what they call systems. Other commerical vendors

information. Publicly funded programs for career and occupationally re-
tion have developed in a number of ways. Currently nine states
have receivpd Dept. of Labor support for comprehensive career information sys-

fd.wystems, some of which are known as Job Match and Job Search. 1In
odain, federal funding has produced a number of incentives for
tion., Legisdation providing for CETA, YEDPA, Career Education

While turfmanship and competition in the private vendor domain is to be
expected, it is equally existent in the public domain where various programs
operators are only cognizant of their system. On the other hand, there are
also many cooperative working arrangements between private and publicly funded

prggrams as well as consortiums of publicly funded programs. In most instances,

these cooperative ventures have proved to be successful and beneficial to all

£3 .

3



g J. . g s . P Lt N 2 \ v, PR . . : - N . ; . .
[ . e - .t N . ~ - . N
o AN T - A N LT K -
- - N i - . -
. . * N

. 3 i . ’ ‘ - . o \, ——
. . L - \ N o ' - n
¢ - nrtictpﬁu.. Cons ¥, various kinds df cbopontivc arun;eunto ohould

. be exploxred before arbitrarily choosing. or -Mnuuﬁ; a career :I.nfomtion
mmotmtnnmbnuo!-ﬁomu. <L

.. - .
. . N - \. . . - ‘ . . N
LU . - : N . L : -
. - . . . B - . . 3 -

Dt j" ' EVALIATING aMD s:xsc:xnc "Inroguaxign MATERIAL
. “ © While there is sn sbundance of caiNer informatics available, mudh of
. it 1is obsolete, insccurste or biased, uently, before informat 1s

_ provided to those requiring’ it, it should be evaluated both for quality and
v appropriateness for the clientele with which 1t will be used. Huch‘ of the
career information gvailable has been evaluated by commitfees 6f the National
Vocational Guidance Association. These committees evaluate the materials
" according to both type and format. To assist these committees, as well as
others who sesk to prepare or evaluate career information, the NVGA has
developed Guidelines for the Breparation and Evaluation of Lareer In!’omtgon.
These guid establish specific criteria for producing.or evaluating the
content, s and format of each type of inforpation. Potential users of
.~ ecareer informdtion should become famijiar w:lthtn. guidelines.

Pomtm users of ct:hlu should initially pre-acreen and ev.luate
materials for themselves,/ Materials that pass pre-screening should then be
fu her” chochd by consylting the NVGA Bibliography of Current Career 1 -

 This bibliograpby contains the NVGA committee ratings of each type of

tion. This bibliography is published every tyo years and is augmeénted

» in the ifterim by ratings published in the Vocational Guidance Quarterly. In
\nting the materials each is classified as either: .(1l) highly recommended;
{2) roco-cndod' (3) useful; or (4) not recommended. . T

- RV - )

Criteria fo mluat career information material . ’
" To tially screen materials potential uak should ask some very basic
questions: ‘ il ¢

\ o, .,
(1) what information is presented?

(2) why was it produced? y ‘
(3) Who produced the information? T
(4) When Gas it produced? ' .

(S) Where was the data obtained? .
(6) How was the information gathered?
(7 is the information presented?

iﬂut? The "what" of production involved basic issues regarding the
content of the information. Career and occupational information can be used.
for basically two purposes--exploration and,decision-making. Information
materisls designed to promote exploration need not be as detailed or as specific
as those needed by the person dedciding on a job or training program. Nevertheless,
both types should comtain inforfation on each of the f6llowing topics: (a)
the nature of the occupstion; (b) tht work performed; (c) the work setting;\

! b
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(ﬂ) pot‘ntul pcuonal raurdo, (e) ent rcquirmts, (!) advancement poui—_
. bilituo, (8) outlook for -future; (h) yelated: occupation, ) licensing or_ ' °
l .
L -ubornhip roquitmto, cnd ﬁ)mroou;l qualificociona uodod for sueceso.

\

o .o Hh Why?~ Tbc "ahy" of -productian deals vith tho purpooe of the iﬁnfomtion. S
+ ..Some i.nforu;(bn is/developed for {frecruitment or ent,ertainncnt. while other "
Momtiotr is vriften to present- rclmnt facts ab accurately as possible.. If
" the maféxials were eveloped'with even %n ondary purposes of public
;1 b

. tions or recruitment, those pre-screen information should c
. further to make sure that it prooents alanced and unbiased
J\ the occupntion. . .

Uho? The \vork of ccholars is likely to be more complete g
more pccurat:e mfomt:lon than, for example, the U.§.
toward recruiting members. The production’ @f occupationa
~ demanding work requagiﬁg spccialista. Materials ndt indicw¢
qualif,{cations of t do ng the research shquld ve Fgst

_E Hhcn? 'ﬁﬁcn" is a very) important quest wibey gt
" drastically cbange fhe mar tplace and worker sidll toﬁp}v‘ D
people to outdated information could- have undegirable consdiy
all-naterinls should fave the date of publication givep.
T pdmphle bodk form is already three years odf by the )
= publ hed. Matérials with a publication date more then twoge#ys prior. should :
be either rejected or crosschecked fer changes in the occtgae ’ )

Where? Where the research was done -and data gathered aré also important.
ch 3o-called nAtional information is based wn research’ done only in several
metropolitan areas. Such information may be highly misleading to rural clien-
- tele. 1t is important to make gure that if the information 'is claimed to be
national in scope that the research~on which it was based was national.

How was 1t produced? How the information was developed, compiled and
collected is also 1zgzrtant in determining its accuracy. The me z/2hocla uged
h

garnering the data uld be provided. The materdials should be-duthengicated
either by recognized experts-or by obviously appropriate reseatch stu

How is it presented? Of equal importance is the way in which the material
is presented. If the information is reading material and is to be.used for
exploratory purposes, the appropriateness of the regding level must be deter-
mined. Research has indicated_that the great bulk of printed occupational
information is written at reading levels above those of Lthe clientelé for whom y
the material is intended. Thua, t least one of the reviewera should be able ///’
to utilize a "reading—eaae" formula to assure that the materials selected are
appropriate to the reading level of clientele who will use it. The information
should ‘also be interesting in form. If it 1s dull and drab it is not 1 b
to be used. It should also be free from sex, racial and white-collar bias.

_ s
Those'vo{:ing with young people should be particularly cognizant of the
. critical nature of the who, what, where, why and how questions. Young people
do not have the experience base from which to individually evaluate materials
as they use them. Being at an impressionable point in their lives may lecd
many of the young users to build false expectations from biased or recruitment

| ‘k“’ 20 7
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: mtcmh.,, To paxaphrase a atatement Robert Boppock once made, "senq};l.ng a
. §oung person to unevaluated career materials is like sending't
® potloq to a drugstore 5t £411 his or h¢r~ovn prescription " )

' v - N ’

o " The nced to evaluate unterialatbefore haviqg young pebple use tham ‘does
" " not megn that they should.be ‘excluded  from the screening and evaluation pibcess.
', A panel of young people from diverse backgrounds with differing interests could
be trained in evaluation techniques. This\might help assure the selection
of materials which attract use as well as provide those involved with a more
in-depth knowledge about the complexity of ‘the world of work.

Criteria for Selecting Materials

/ — .
Once materials are evaluated, the next step is selection. The agency ‘

can select either a diverse combination of materials or a single source .

qterials. Criteria for selection are contingent upon the goals, needs, '

rests, & budget of the agency. Each of these should be considered in Q\\}
ght of the population to be served. Consequently, the following criteria fo
ction are offered only as a general guideline.

The materials selected should be:

(a) accurate;

() representa;%ve;

(c) attractive; '

(d) keyed to the mterwilities. of clientele; a(;d

(e) cost effective. £
Accurate The major criterion in selecting materials is-accuracy.
Regardless of how attractive -or :Lnexpensi‘e matetials may be they should not
, be used 1if they are not accurate.’ Unfortunately, good career information is
’ not easy to come by. Just as. unfortunately, poor career information is abun=
(\ dant. Much of the available career information is biased, based upon poor:
research, and outdated. Printed career information, even when based upon the
latest research, is usually at best three years old by the time it is available
for acquisition or purchase. .
~N .

Frequently those not knowledkeabie about the pitfalls of available infor-
mation are reluctant to purchase information systems because much career
information is provided free of cost. Also, most free career information
is not free from bias. Much of it is developed for recruitment or purposes
other than providing the best information possible.

Representative Regardless of the scope of a school's or agency 8 services,
‘the materials selected should include representative groups of occupations.
These should cover the most common occupations in the world of work, current. entry

school fs located. Particular emphasis should be given to assure a balance
entry level occupations for youth as well as occupations requiring
education or experience

i

[



e} ) . B .
. .\ . - A - ' -/-

A e : T ‘ ' 18
x . - > ) ' o I . L

R . .

Attractive Appearance, particularly of reading mjyterials, is an lmportant ,
factor in encouraging use clientele. Materials that are drab, overly tech- « 1
nical or scholarly are unlikely to be widely used. COnsequently, illustrations,
covers, writing style, size of print and so on. should be considered when selec-
ting materials. For youth, the nnierials should appeal to and identify with

that age group. , . (
ed . to Interests sand Abilities of Clientele If naterials e 'to be

used with youth for exploratory purposes,.it is important that information is

included on those occupations which interest the clientele. Including such

materials will assist in attracting usé even if the "interesting” occupations

- are not feasible for most of the clientele. Of equal importance in assuring

" use is the suitabilitx\of materials to the ability levels of the clientele.

If they can't read it, they are unlikely to use it. Therefore, those selecting

materials should have a clear conception of both the interests and reading .

levels of clientele.

Cost Effective For most agencies, cost must be a consideration in
selecting materials. However, cost afone should not be the deciding issue. A
wealth of pamphlets and booklets can be obtained at little or no cost. Therefore,
cost should be weighed against effectiveness. The dollar cost of a more expen-
-8ive material may be’ offset by savings in staff time. Likewise, the ease of
accessing/ information from more costly materials may assure much wider use by
¢lientelé. -

L]

EVALUATING AND SELECTING A CAREER INFORMATION SYSTEM .

As mentioned previously, career information systems are more than an
amalgam of diverse information on the world of work. These systems can be
mechanized, computerized, exclusively books and pamphlets, or any combination
of these. Regardless, systems consist of coordinated and interrelated parts.
Good systems have at least three components: (a) informaﬁion, (b) delivery;
& (c) user services.

“ Below, each of these components is briefly discussed. Additionally, infor-
mation is presented on system organization and on limitations of systems. Pre-
sented with the discussion are points which those interested in selecting an in-
. formation system should cegsider on evaluating the merits of the sya‘em.

Information Component &

Some systems deliver information in a very sophisticated mamner. However,
regardless of the sophistication of delivery, an information system is only
as good as the information it delivers. Obsolete or misleading information
attractively delivered may do more harm than good. Consequently, the first
thing a potential user of a system should do when considering adoption or
purchase is evaluate the information the system delivers. In evaluating the
information, -potential users should employ the same guidelines (see above)
they would use if evaluating any career materials. When evaluating information
in a system, potential users should take extreme care because it is much less easy
- and much more costly to change a system than a book or pamphlet. When evaluating
the information component of any career information ‘system it is important to
involve the potential users in the evaluation. If youth are to be a primary
target group, then ‘the information component of any system should be evaluated
by involving youth in the process. ~ .
y 8y P 22 }



o . A good delivery eo-péncnt,.ihcﬁher conputh&z d or hbg, provides ibtg
~ ~ than svailability for use. It must .also’ attract'usd, ‘be easily operable, be,
™ .. adaptable for various uses and Be consistentlly dependable in opefation. Like-
wise the potential user population should be irfvolved in the evaluation of the
delivery system. For example, if ¢isadvantaged -youth are a major audience and
& test run on the system shows it to be complicated or unattractive to them, an
- alternative system should be congidered. In essence then, a good delivery sys-°
tem is: ' o ./ . N
(a)- accessible | | .
- ' (b) attractive
(c) user operable ..
(d) adaptable

L\ - {e) reliable,

Accessible Accessibility refers to appropriate availability. To rate
high on accessibikity a system should: - :

(a) ensble users to use it throughout the day,

[ . -
- (b) be useable and available both before and after regular
hours,

(c) be capable of being centrally located,
(d) &oviﬂe for confidential and non-conspicuous use.

. Attractiveé Attractiveness refers to the appeal of the system. Attractive-
ness is particularly important for promoting career exploration. Also, the '
attractiveness of a system greatly affects the attention span of the .user. A
system that is attractive to young persons will be much more likely to hold
their attention for a.longer time. This is especially important when working

> with students of low motivation or interest since their attention span 1is often
short and their concentration is easily diverted.. To rate high on attractive-
ness the delivery system should: . , ~

(a) be aesthetically appealing, '
(b) deliver information at a level appropriate to the

clientele,

(c) delivery information in an interesting style with
visually appealing print, illustrations and charts.
\ Printing should be legible and easy to read.

N
.

) -
User Operable User operability refers to the ease with which the system
can be used by those who have need of the information. To rate high on user
operability, a system should: .

(a) enable users of varying abilities to have access to
desirable information without assistance,




-
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(b) provide inatructinna tor use vhich are eeiily dﬁder—
standable by. users of varying ebilitiea. C '

' "’—23 provide ‘stiiictured iﬁ&eaa procedures which pro-ote .'ﬁﬁ.‘

\>; ~— users' understanding of key occupational and labor

sarket infdx-ntion T v

(d) permit the ﬁper to gain diree" ccess to deiired

ot . specific information without be r:i:;;ed to
" proceed th:ough structured access p es,

(e) per-it the user access to any information in tbe

.y. tem. b \

N
\.
‘

Adaptable Adaptability refers to the capability and ease with vhicllthe
systém can be modified for effective use both in a variety of locales and with
users having different needs.’ To rate high in adaptability a system should:

(a) enploy more than one nediun to deliver desired
information,

(b) provide the means for integrating the information
with interests, values, and abilities, .

(c) permit use both for career exploration as well as
for career decision-making,

(d) provide interesting legible summary copies for future
reference by users,

(e) be expandable & have the capability of being

‘(£) be capable of being tailored to local needs.

Reliable Reliability refers to the dependability of the system. To be
rated high in reliability a system should: ,
(a) have a demonstrable record of consistent operation,
(b) use standard equipment widely available, . )
(c) tolerate hard use, : ‘

(d) 1if an electronic system, have a backup system to be
used during "down time" or updating,

(e) not require. extensive periods of time for modifications

or updating, .
(f) if mechanical ‘or electronic, have staff available fo
- assist in aolving the system’s problems, -

(g) have repair parts readily and easily available.

<

. ,434/

easily updated, : .
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User services are the support sdﬂgicea provi@gd to users by che’orginiza:'
‘tion or agency,which has developed or markets career informafion in a systematic
manner. User dervices are vital for a number of reasons. First, most systeRg’
‘can be used in a variety.of ways either directly by those needing the’ informa-
tion br by those having responaibility for assisting others achieve career
independence. Without training #n how to use the system it-f5 unlikely that

. 1t “be used to its full capability. Additionally, many counselors and

staff Nave not had pre-service trainiqg‘in appropriate use of career informa-
tion with their clientele. Inappropriate use by. them may negate much’'of the
potential benefits young people can derive from a good information system.

- Consequently, at least some of the staff at most agencies or schools need

assistance in learning how to use career information effectively in helping
individuals experiencing problems. ' -7

User services staff, even of a good system, cannot be expected to pro-
vide agency staff with in-depth training in the use of career information.
However, a good user services staff at a minimum'should provide: :

(a) stﬁff'tiaining in use of' the system,

(b) consultation on!effective wqys to pfilize career
information in the organization,

(c) orienthtion to”the weaknesses and limitations in
the system as well as strengths and benefits,

(d) orientation to the kinds and amount of information
youth and adults can effectively absorb in work
sessions with a career infé#rmation system,

(e) ongding'consulpgtion and sufveying of staff and users
to determine information .needs,

(f) consultation with staff prior to program modifications
or updating, :

. (8) ongoing in-service to staff as modifications and updates
™) are made. . '

Organization & Sponsorship

In addition to evaluating the user services provided, those interested
in implementing or utilizing the service of information systems should
examine the organization sponsoring and/or marketing the system. A fundamental
point to consider is the purpose for which the organization is in the business
of providing or selling career information'.

-

Since it is costly to develop or adopt a career information system, par-
ticularly if computerized, the stability or potential stability of the
organtzation as well as«ongoing or projected efforts to improve the system
and reduce costs should be examined. Questions to ask regarding the organi-
gation include:

!
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- (b)

(a)

_ pfoducoro and_users of career information. 'If it does /

)

»

Bov is or vill tho' orgnniution be strnctutod?
The orgunm;m mum *scblude representatives of both.

e

not it is inportant to find out why not,
Whore io or will the nnnngo-ent of syoten locnted?

If isers are to receive optimal service as well nnq
impact on polici 8, 'the management Jf the organization

: ohould be within' the geographical region ‘served.

()

@

(e)

DouLor will the system have a manager or director?

The system should have a qualified director ‘to provide
leadership to the system and linin& wibh member. organi-
zations and other agencies.

How is or will the system .be governed?

The organization whould have by-laws and formal agreé-
ments with pnrticipnting ngencien. ‘

Does or will the sponsoring organization engagh in inter-
agency cooperation to uxinize quality and ninimize cost?

“ Cost can be reduced through nultiple ngency use. Thus, it

(£)

(g)

(h)

‘during the initial periods of developm It is

is important that -the organization is making origoing
efforts to solicit inter-agency use and cooperation.

How is or will. the sponsoring %gnnizntion -funded?
Sone systeits are provided with funding through grants

important to know how long outside fudr will be
provided, how costs will be affected once funding has
ceased, and when state and local funding nrrangements
will be developed. - .

Hog long has the sponsoring organization been in exis-
tence? Is the organization stable? If new, how likely
is the organization to be stable?

The length of time an organization has been in effect
is some measure of its stability. It is crucial to
determine whether or not the system has a high proba-
bility of. continuing before investing scarce monies
and staff time.

Does or will the orgnnization have a broad base of
diverse users?

A broad base of diverse users will help assure continua- ’
tion of the system: Diverse users can more readily exert
political pressure to continue public funded systems.
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SMW systems are infinitely more upabh of deuveri.ng
comprehéneiyw caresr informstion, a CETA prime spousor, state educational
agency, state rehabilitation agency or state Job Sexvice office iould conc
-mummummummcm:o:.mmm
effort among these agencies. The model for this, the nine career informas-
tion systems curreatly funded by DOL, has been adopted by the National Occu-
thomttnm:ﬁ;c-nm (NOICC) as the standard for .
future systems' development. The continuation of this program concept is
a-jo:acdviqoflomc. _ ) \/ .

Lhiutm-&m

- Regardless of how good thc information in the systeam is rehtive to

¥ othsr information services, no body of career informstion is completely
accurate. - “A}l information is generalized, it is based on averages derived
from various job sites in various locales. Working eonditions, wages, and
80 on vary from locals to locals, job to job, plant to plant. For example,
on the whole, secrataries travel lgss than salesmen, but in some companies
the converse may be trus. Thus, some facts 4n information systems are only
relative or normative facts. Other "facts” in information systems are not
facts at all, but judgments or inferences made from other facts. For example,
almsost no research has been done to determine personality requirements for
specific ¢ « With current tools such ressarch s difficult at bdest.
Yet occupstional information systems invariably cite particular persbénality
traits as important for certain occupations. Systems whieh do not provide
in-service ‘for users and on the veasknesses as well as merits of the
information compooent may ceptions sbout the’ world of work and
thus distort’ t.ho cho:ld process.

A final ediisideration in examining systems involves claims made by
the system abiout the gystem. If the system professes to be a career guidance
system, or ificlgiis sre made that it can fulfill the organization’'s total
career Wt responsibilitiss, poténtial purchasers should be immediately
~ skaptical.  Most systems provide good information and excellent access strate-
 gles for e desiring to narrov down career choices. Most systems gre weak
vhen it comes n ing career exploratioh, or expanding the carser awvare-
ness of users.. . Imimither case, more is needed than information itself. As
stated - 3 W career information is necessary but not sufficient for
gpod caresr decisic + Decision-making also requires skills in self
&ilosssment and the decision-making process. Assistance in these aspects of
the choice process canmot be _effectively provided by machines. The same holds
& ties for garesr exploration. Staff tion in using the system is usually
my "to assure thst users employ systea to explore and not prema-
tmly sarrow their choices. This 1s .p,cully critical when dealing with

A g
%

] D

\]

A



youth since their experience base is small and their decision-making skills are’
untried. Staff involvement is essential to avert selection of over-simplified
decisions vs. a more complicated decisioning process, i.e., & staff person miy
be able to use information to explain the more complicated concept of a career
lattice vs. the student identification of a simple career ladder.

!xz-ining various s)ktels using the questions cited above should enable
interested parties to select a system to fit their needs. However, if it 1is
determined that purchase or adaption of an existing system does not fit the
needs of the agency it may be possible to organize and implement a more.appro-
priate -ylten. Below is a brief presentation on some systems which meet the

criteria cited above as well as some points to consider in organizing and -
implementing a new system. ¥ .
-~ ' 5 .

-

IMPLEMENTING/ORGANIZING A SYSTEM

Since the early 1970's, the U.S. Department of Labor has funded ﬂQE
development of state-wide career information systems in nine states—-
Alabsma, Colorado, Massachusetts, Michigan, Minnesota, Ohio, Oregon, Wisconsin
and Washington. These systems compile, appraise, format, and deliver information
that is produced through the efforts of federal, state and docal agencies.
Thus, they deliver National and State and localized career information. In
each consortium this information is updated on a regular basis. .

These consortiums also are responsible for delivering the information
to users through a variety of access and disgsemination strategies. Access
strategies include structured search processes that 1list occupations related
to a variety of variables, interests, values, abilities and so on. Dis-
semination of information is provided through diverse media ineluding at least
computers and printed materials. Delivery standards include:

(a) independent user operability,

(b) accessibility--systems should be accessible throughout
the agency's regular scheduled day, and

(¢) varied media must be provided.

Cooperative policy-making boards govern each system. These boards
include representatives from producers such as the state's employment service,
the state's education system, local employer and labor groups, and users such
as education, manpower training, and social service agencies.

Each consortium is required to provide services to agencies using the
system. The user services staff of each system is required to provide training
and trouble shooting for each user agency. They are also required to publicize
the systems, negotiate contracts with user agencies and evaluate the delivery

system components.

Agencies in states where consortium systems already exist should investi-
gate the possibility of joining these systems. Agencies, especially state
GETA organizations and prime sponsors, whith-are not located in states with a
career information system, may be able to help establish a system in their
state. The first step to complete in preparing to organize a system is to
determine the needs of potential user agencies and organizations. Contacts
lﬁiuld be made with the state e-ploynent service, the state department of
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j dvestion, offices of higher education, the State Occupational Information
Coordinating Committes; the State Educational Information Center, otRer Prime
- Sponsors, gnd state social. service’ orgal:l.zuinns such as vocational rehabili-
tation. In each case, the best contact initially is usually the head of
the agéty. S/he can make references £0 others who can provide the specific
‘data needed with respect to int,tut in inaugurating a statewide career in-
formation consortium. Gaining widespread cooperation critical since the cost
' of a system for any single agency msy be prohibiti Multiple agency use can
lead to a per user cost lower thgm that for much usegble information systems.

C1f coopc@.on seens possible, a second gep involves inventorying éxisting
resources. Critical resources include existing computer and other media networks
as well as personnel already involved in either information development or dissemi- °
nation. Inventorying reagyrces 2 also holds the potent for identifying additional
_support and user groups. For example, existing coupnt:l.ng centers often have equip-
‘ment which is under-utilized. Computer centers-may see providing career informa-
tion as a.means of .ddin,g to services and thereby increasing cost efficiency. .
' 1f dcvdoping a system seems feasible, the next step involves acquiring
financial assistance. At lsast a year of funding ‘is needed at the omset to
defray st,u't-np costs as well as provide support during system establishment in
user sites. Ouce established, user fees can be assessed to support the system.

' Funds for initisl development’ of information systems are potentially available -
, from a variety of sources. ‘Sourceo include, but are not limited to:

I. Comprehensive Employment and Training Act (CETA) Funds.
a) State and local CETA prime sponsors
b) Special governor's set asides and discretionary funds.

II. Education FPunds
a) State and local education agencies
b) Pederal Education funds

"1) Administered through the State vocational education agency.
2) Career Bducation office -- funding is available at the

* State or National level. ,
3) Elementary, secondary, and higher education funds

III. The Employment Service

IV. The Mational Occupationsal Information Coordinating Committee (NOICC) -
-=-discretionary fuadl\and special grant program

NOICC - Career Infor‘:ytioq System Intentive Grants.

The Kational Occupational Information Coordinating Committee
+(WOICC) has officially adopted the Career Information System
of the Department of Labor as the standard concept for
encouraging the development and use of occupational informa-
tion for career choice and job search purposes (the nine

M previocusly msationsd Department of Labor funded progranms).
In adopting this concept it is the inteation ROICC to
continue to encourage the development of career information
system counsortiums in all states through a series of incen-
tive grants which will be made available in mid-1979. These _

Q . . \
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SOURCES OF ASSISTANCE '

. Mummdhm%opm“m.mtcwmm
‘would do well to comtact others who have experience in computerized systaa .
orgsnization and ‘impleisntation. State directors of the existing systems -
‘can provide initial help. Alhto!n-uuuladdtbn?cfollon.

State~vwide Mu-tim Systems' Consortium Directors’
: : for nine DOL~funded states

ALABAMA B ﬁéct Person: Dr. Charles Graves
. _ | ' Executive Director

Information System

First Alf.bm Bank Building
901 Adams Avenue :
Montgomery, Alabama 36130
205/832-5737

COLORADO Contact Person: Ms. Pauline A. Parish -

Director, :Colorado Career Info. System
‘University of Colorado

Willard Administr vive Center, Rm. 7
Boulder, Colorado’ 80309

303/492-8932

fDirector

Massachusetts Occupational Information System
6Q William Street o
Wellesley Hill, Massachusetts 02181 -
617/237-2942

MASSACHUSETTS jtact Pers Dr. Thomas Helcl\ | -~

MICHIGAN Contact Person: Mr. Joseph McGarvey
Michigan Occupational Information System
State Department of Education

 ' Box 30009

Lansing, Michigan 48909
517/373-0815

MINNESOTA Contact Person: Mr. James R. Spensley
_ Executive Director, Minnesota Occupational

Information System
Minnesota Higher Education Coordinating
Commission
670 American Center Building
160 Bast Kellogg Boulevard
St.. Paul, Minnesota 55101
612/292-6900

© 3o
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OHI0 g Contact Person: Ms. Debor‘ Got-n
: o Chief, Career Information Syat-
309 Pourth Street
Columbus, Chio 43216
614/466-8987
WASHINGTON Contact Person: Mr. Elton Chase
~ _ ¢/o The Evergreen State College
: : ' Science Laboratory Building 2
"§1254
Olympia, Washington 98505
206/866-6740
. WISCONSIN Contact Person: Dr. Roger Lambert
Executive Director
@isconsin Career Information System
A Wisconsin Vocational Studies Center
. 964 Educational Sciences B ng
1025 W. Johnson Street
Madison, Wisconsin 53706
s 608/263-2704
OREGON 4% ‘Contact Person: Dr. Bruce McKinlay, Director -
¥ i Career Information System
* ‘ 247 Hendricks Hall

University of Oregon
Eugene, Orqgon 97403

-

Two additional states developing CIS vith local resources:

. CALIFORNIA , NEW YORK
r Mr. James Stubblefield Dr. Peter Mollo
Director Office of Educational Statistics
Project Eur : Board of Education
Diablo Valley College . City of New York
Pleasant Hill, California 94523 110 Livingston Street

BrookF¥yn, New York 11201

More in-depth consultation can be obtained through the National Occupational
Information Coordinating Committee (NOICC), the. Department of Labor Employment
and Training Administration, or the Association of Computer Based Systems of
Career Information (ACSCI).

The contact person at NOICC is:
) Mr. Russell Flanders . 4
Acting Director ’
Nationsl Occupational Informatien Coordina.ting Committee
Riviere Building, Room 801
400 Maryland Avenue
Washington, D.C. 20202
2027/653-7000 &
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"~ #  FEsploysent & Training Administration
@ 601 D-Street N.W. , S
B . daghingtom, D.C. 20213 -

mmwtmth°

. llr. James Spensley .
® " President - , f
‘ Association for Computer Based Systems
of Career Information
670 American Center Building
150 E. Kellogg Boulevard
§t. Paul, Minnesota 55701
612/296-6962-

Agencies not interested in adapting or developing a computerized career
information system but nevertheless interested in other types of systems or
materials should consult guidance directors with state departments of educa-
tion. The state depm may have already developed mechanical or library
materials specific to the state. If not, the guidance director should be
able to assist in locating materials with probable value m the state or '

’ ug:l.on. These can then be further evaluated for agency use.

One important topic not covered in any detail above deals with techniques
and procedures for using information with individuals presenting particular
capeer uplnution or decision-making problems. 1I1If agency staff plan to
career rmation while working with individual clients they should be trained

in 1 use. The state departmant of education's’ vocational guidanc
d can provide some assistance as to where sgaff -in-service training can
be . Other sources of assistance include staff in guidance depart-

-ments of colleges md uiversities or local high school voca;:iom! ‘guidance -
- counselors.

Assistance with information on entrance occupationg and occupational
openings in the state can be obtained from the state Job-Service. Each state
Job Sexvice has specialists in occupational research and L'nfomtion development.
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